Abstract-The contribution defines the category of Strategic Human Resources Management in the context of corporate internal environment. The importance of strategic human resources management in comparison with other internal resources in terms of the company profitability was tested on a sample containing 456 companies from the Czech Republic, representing two basic sectors, production and industry, and services. The impact of human resources factor on the company´s profitability has been demonstrated for both sectors; however, its position does not appear to be the dominant one compared to importance of financial resources, technical equipment, and also corporate strategy in the case of the production and industry sectors. The research was carried out in the period of economic growth, with relatively sufficient human resources; nevertheless, the current labour market situation is fundamentally different, and a labour shortage is becoming a constraint of development and stability for a continuously increasing number of companies in the CR.
I. INTRODUCTION
Human Resources Management is the latest concept of personnel work that started to shape in the developed countries in the second half of the last century. Both in literature and everyday life, two mutually related meanings of the term human resource management (HRM) are used. The first meaning refers to the personnel work, or personnel, dealing with the management of people in an organization. The second meaning refers to the current concept of personnel work and the current approaches to the management of people in an organization. Strategic human resources management describes a strategic approach to human resources management related with adopting a more systematic and long term perspective of human resources management in terms of achieving strategic goals of the organization.
II. LITERATURE RESEARCH
The concept of human resources management can be considered a stage of development in personnel management. However, it can also be referred to as at the time "revolutionary" change of view on the "subject" (bearer) and "object" ("client" or "service user") of the personnel work [1] [2]; [3] . Perhaps the most important feature of the human resources management is the emphasis put on the strategic integration, which is based on the vision and management of top managers, requiring full devotion to the vision from the side of the employees. Guest [4] - [7] thinks that this is the main political objective of the human resources management, applying to the ability of the organization to incorporate human resources issues in strategic plans. Human resources management has also largely overcome humanism -a belief declared by e.g. Likert [8] and McGregor [9] , that the human factor is decisive for studying the behaviour within an organization, and people should be treated as responsible and progressive human beings [10] . Boxall [11] described strategic human resources management as a link between human resources management and strategic management. Schuler and Jacksonová [12] defined the essence of strategic human resources management as a systematic linking of people with the organization. Strategic human resources management also deals with applying a strategic approach in daily work of human resources staff [10] . The relation between the HR organizational strategy (in short: how it is chosen, applied, its development, remuneration, treating the employees) and its strategic management is thus very important. The most important factors directly affecting the process of human resources management are trade unions, legislation and government regulations [13] . In terms of trade companies, the way of HR management appears to be one of the key factors [14] . In the past, the productivity was the focus, but currently, maintaining human resources is considered just as important [15] . Strategic human resources management tools enable to analyse the conditions and requirements of an organization, as well as the effectiveness of the strategies, policies and processes implemented in human resources management [10] .
The founder of the resource-based view is considered Barney, who together with Drucker, stated that the companies striving for competitiveness and competitive advantage have to design internal resources on the basis of value, uniqueness and irreplaceability [16] , [17] . Hall [18] , based on his research study, declares that the most important factors affecting the profitability of business entities is the company reputation, or its brand and know-how of its employees. Later, the factor getting to the forefront in the hierarchy of internal resources importance is the quality of human resources, which directly influences the success and competitiveness of companies [19] , [11] , [20] , [21] .
Caiazza, Richardson and Audretsch [22] stress that the most competitive is the managers´ and employees´ knowledge, since it gives rise to causal ambiguity between the activities and the results influencing competitive strategies of business entities, whose aim is to change the position in business, defense the current market share or find new markets. Better company performance thus results from their ability to create, transfer and combine their knowledge in a way that cannot be imitated by other organizations. There are other authors with the same or similar opinion [23] , [24] , [25] , [26] , [27] .
The principle of setting internal resources in a company is a so-called homeostasis principle, or maintaining the balance between its internal resources, abilities and external environment factors [28] , [29] , [19] , [30] . However, there are significant differences in the approach to the analysis of internal company resources. Its difficulty is e.g. in setting evaluation parameters, based on the fact that most of the internal environment factors is common for most companies [28] , [29] , [19] , [30] .
III. MATERIAL AND METHODS
Tested sample included 456 companies from the Czech Republic, including 106 micro companies, 140 small companyes (with no more than 50 employees), 124 medium-sized companies (no more than 250 employees) and 83 large companies (above 250 employees). Major representation of small and medium-sized companies in the tested sample corresponds with the character of economic entities character in the Czech Republic. The companies were further classified by basic sector differentiation, into the services (255 companies); companies of the primary sector (14 in total) were not analysed due to small representation. The research was started in 2016 and was carried out by means of an extensive questionnaire survey. In order to provide relevant input data, an interviewers team had been trained; more than a half of the companies were approached through direct contact of the interviewers team with the top managers of the companies tested.
As for the statistical methods, p value test was used as an outcome of Pearson´s Chi-square test from the R programme Pearson´s chi-square. The significance level was 0.05 (that is 95% reliability). Statistically significant differences are highlighted in bold, highlighted are also factors at the edge of statistical significance but due to their character they deserve the attention of the company management.
IV. RESULT AND DISCUSSION Table 1 shows the results of analysing the manufacturing and industry sectors. Table 2 shows the results for the Services sector. In terms of the real needs of the company, the underestimated factors are especially employees training, level of management, level of research and development, and information and communication systems, whose integrating factor is the level of human resources in general, as well as the management of their development. In the era of information technologies, the quality of human resources lagging behind, as well as underestimating the importance of human resources would be a limiting factor for the future development and stability of companies. In the period of economic growth, the role of human resources in the corporate sphere is not as clear as in the period of economic downturn, but in general, it can be said that the role, function and significance is unique, irreplaceable and decisive for generating added value in companies. As it results from Table 2, in the services sector, the influence of the management level is significantly higher. A dominant position is occupied by company financial resources, services portfolio, company strategy, and production technologies and processes, while organizational structure is not statistically significant. Unlike the production and industry sector, in the services sector production technologies and processes appeared to be statistically important, which could be explained by appreciation of this internal resource. Statistically unimportant factors in terms of human resources management include wage level, employees training, information and communication systems, internal regulations, standards and directives, company climate and culture, and safety at work, that is, the same factors as for the production and industry sectors.
The following graphs show the importance of the individual internal resources in terms of their influence on the profitability according to the size differentiation. In total, there can be seen an identical trend of the factors importance for all size categories. In terms of human resources influence, it can be said that their importance increase with the company size. A similar trend can be seen also in the case of scientific and technical development, purchasing, marketing and sales. 
V. CONCLUSION
Even when taking into account the fact that the research was carried out in the period of economic growth, the underestimation of human resources can be considered a critical, yet negative finding. The underestimation of the employees training, information and communication systems, internal regulations, standards and directives, company climate and culture, wage level, and safety at work factors in the field of human resources management were analysed for both factors. In fact, the current situation of the labour market in the Czech Republic is completely different than at the time when the research was carried out. Due to low unemployment rate, the need for labour resources is constantly increasing; actually, there is a significant lack of workforce, and this fact is becoming a constraint for the development and stability of Czech corporate sphere and national economy as a whole.
